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Foreword 

 
In terms of section 33 of the Employment Equity Act, I share the privilege and honour with all 
members of the Commission to present to the Minister of Labour, Mr Membathisi Mdladlana, the 
7th Annual Report of the Commission for Employment Equity. 
 
This report covers the 2006/07 reporting period, which reflect that the employment equity 
outcomes are no different to those outlined in previous reports of the CEE. Progress in 
implementing the Act by employers is still too slow. This snail paced movement only perpetuates 
and entrenches the racial and gender disparities that exist in the South African economy. This 
illustrates that access to opportunities still has a racial and gender bias. Another marginalised 
segment of the population is people with disabilities who are quietly left by the wayside. Many 
employers still take every opportunity to resist employing people from this group. 
 
A sub-clause in section 15 empowers employers to implement affirmative action measures, 
including preferential treatment, to retain and develop people from designated groups in terms of 
an Act of Parliament that provides for skills development. Many employers are not utilising the 
levies that they have contributed in terms of the Skills Development Levies Act. These funds, if 
properly used, can contribute positively towards the training and development of people from the 
designated groups. 
 
The Commission has worked closely with the Department of Trade and Industry (DTI) developing 
the employment equity component of the Broad Based Black Economic Empowerment (BBBEE) 
Codes. The Codes provide relief for Qualifying Small Enterprises (QSEs) by allowing them to choose 
four of the seven elements, of which employment equity is one, to be measured on. Potential 
confusion is likely to ensue where employers of QSEs interpret the Codes to be exempting them 
from complying with the EE Act. This matter has nonetheless been clarified in the Codes, which 
means that even if a QSE elects not to pursue employment equity in terms of the Codes; it is still 
required to comply with the provisions of the Employment Equity Act. 
 
Notwithstanding the fact that in substance the Employment Equity Act is beyond reproach, 
stronger enforcement mechanisms are needed to ensure that employers fully comply with the 
provisions of the Act. I hereby take this opportunity to welcome those members who have newly 
joined the Commission, and at the same time, express my gratitude to all Commissioners, 
including those who have left, for their unselfish contributions. Thank you also goes to the 
Secretariat for their ongoing technical and administrative support. In conclusion, on behalf of the 
Commission, I would like to express our gratitude and appreciation for the Minister’s unwavering 
support for the Commission’s work and his commitment to ensuring fulfilment of the objectives of 
the Act. 
 
Jimmy Manyi 
Chairperson: Commission for Employment Equity 
 
 

Strategic objectives and key performance areas of the CEE for 2005-2010 
 

The following key strategic objectives have been identified to guide the work of the Commission 
during its tenure:          47 



-  Implement strategies to increase procedural compliance with the Act by employers 
- Develop and implement systems to assess and enforce substantive compliance with the 
 Act by employers 
- Simplify the Employment Equity Regulations 
-  Encourage on-line reporting systems to improve data collection and to ensure accurate 
 and fully completed reports 
-  Promote constituency (i.e. organised business, organised labour, government and 

community) activism to strengthen the enforcement of the Act, including creating a 
conducive environment for whistle blowing 

-  Enhance the organisational culture of stakeholders by promoting diversity management in 
 the workplace and by conducting anti-racism campaigns 
-  Adopt specific strategies to increase the representation of women and people with  
 disabilities in employment 
-  Create mechanisms to interface education and training with employment equity 
-  Assess the impact of immigration on employment equity and adopt appropriate 
 responses 
-  Develop and implement communication strategies to promote employment equity 
- Ensure alignment of other relevant legislation or policy to the Employment Equity Act to 

strengthen its implementation. 
 
 

Highlights for the period 
Amended EE Regulations released in 2006 

 

Regulations governing employment equity were amended and gazetted for the first time since early 
2000. Members of the Commission for Employment Equity and officials of the Department of Labour 
spent most of July 2006 on road shows interacting with employers and other interested parties on 
the amended regulations, which were gazetted in August 2006. The road shows covered all nine 
provinces. 
 
Even though the Act clearly excluded foreign nationals as its beneficiaries confusion persisted 
nonetheless. The amended regulations, in keeping with the Act, are now specifically explicit on 
foreign nationals not being beneficiaries of affirmative action. “Designated groups” means Black 
people (i.e. Africans, Coloureds and Indians), women and people with disabilities who are natural 
people and: 
 
_  are citizens of the Republic of South Africa by birth or descent; or 
_  are citizens of the Republic of South Africa by naturalisation before the commencement date 

(i.e. 27 April 1994) of the Constitution of the Republic of South Africa Act of 1993); or 
_  became citizens of the Republic of South Africa from the commencement date of the 

Constitution of the Republic of South Africa Act of 1993, but who, not for Apartheid policy 
that had been in place prior to that date, would have been entitled to acquire citizenship by 
naturalisation prior to that date. 

 
Assigned senior manager(s) for employment equity in workplaces must be permanent, report 
directly to the Chief Executive Officer on employment equity matters. They must have key 
employment equity 
outcomes incorporated into their performance contracts; given the necessary executive authority 
and mandate; and provided with an appropriate budget and access to other required resources. 
 



A consultative forum must be established or an existing forum utilised to consult on employment 
equity matters. Consultation on employment equity in the workplace must be broad based and well 
informed. All employees must be informed of the content and application of the Act, employment 
equity and anti-discrimination issues, the process to be followed by the employer, and the need for 
the involvement of all stakeholders. The forum must include employee representatives reflecting the 
interests of employees from all occupational categories and levels and both designated and non-
designated groups. 
 
The Amended Employment Equity Regulations require employers to fully and accurately complete all 
relevant areas of the EEA2 and EEA4 forms contained in the Employment Equity Regulations. 
Designated employers who fail to observe this provision will be deemed not to have reported. 
Guidance to overcome difficulties on how to complete the form properly must be obtained from the 
Department prior to completing and submitting the report on the first working day of October. 
 
A designated employer whose operations extend across different geographical areas or workplaces 
must submit a report. Employers who submit consolidated reports must have individual 
employment equity (EE) plans and relevant information for each entity or workplace that have been 
included in the consolidated report. The consolidated report and the individual EE plans and relevant 
information must be made available at each entity or workplace. The method of reporting should be 
consistent from year-to-year or from reporting period to reporting period. 
 
The CEE still continues to face problems with holding companies. Further clarity and guidance to 
companies is still required regarding the issue of submitting consolidated reports. Despite the 
regulations (clause 6.4) employers with subsidiaries still continue to submit more than one report for 
their group. This will have the unintended consequences of distorting the number of companies that 
have submitted and will negatively affect the comparative analysis. 
 
Many employers faced challenges and were not able to report on the first working day of October in 
2006. The Department of Labour, noting that employers had to attune themselves to the amended 
regulations within a short space of time, was slightly lenient towards those employers who made 
prior arrangements to report a few days later. Employers who submitted inaccurate or incomplete 
reports were asked to correct these inaccuracies and re-submit their reports. However, employers 
who do not submit accurate and fully completed reports in 2007 will not be accommodated – they 
will be deemed not to have reported. 
 
The Commission is satisfied that, although the new reporting forms may put a little more 
administrative strain on employers, the additions and changes create a strong foundation to acquire 
more detailed and accurate information for analytical purposes. This additional information will 
provide us all with a much clearer picture of our employment equity achievements - or the lack of it. 
 
 

Broad Based Black Economic Empowerment 
 
The Commission for Employment Equity, the advisory body to the Minister of Labour on 
employment equity, engaged the Department of Trade and Industry (DTI) on the employment equity 
element of the BBBEE Codes. Focus of these engagements involved the challenging task of 
establishing a balance on the employment equity scorecard in order to overcome the slow progress 
generally being made by employers since the promulgation of the Employment Equity Act in 1998 
against what should be practical for employers to achieve in the next 10 years. The table below 
illustrates the four measurement categories, the weighted points and the five and 10 year 



compliance targets in the Employment Equity Scorecard, which accounts for 15 points of the Generic 
Scorecard. 
 
Notwithstanding the targets on the Employment Equity Scorecard, employers will only qualify for 
points in a measurement category if that employer’s percentage representation of Black people in 
that category is at a minimum of 40% of that target. Employers who meet or exceed the percentage 
representation of the Economically Active Population (EAP) of the Black group for each of the 
measurement categories will qualify for bonus points. Employers will also be recognised if their 
representation of Black women is evidently progressive in a measurement category, which will be 
calculated using a concept involving a formula called the Adjusted Recognition for Gender (ARG). 
 
 
The Commission is pleased that the alignment process with the DTI has resulted in foundational 
framework of employment equity remaining. The Commission hopes that this will encourage 
employers, due to the synergy with the Codes, to more vigorously implement employment equity 
within their workplaces. 
 

Workforce profiles 

 
Percentage distribution of top management employees by race and gender 
 
Blacks (i.e. Africans, Coloureds and Indians) represented 22.2% of all employees at the 

Top Management level. Black females represented 6.6% (i.e. African female 2.9%, 

Coloured female 2% and Indian female 1.7%). Black males represented 15.6% (i.e. 

African male 8.4%, Coloured male 2.7% and Indian male 4.5%). 

 

Whites represented 74.9% of all employees at this level. White females accounted for 

14.7% and White males accounted for 60.2%. Foreign nationals represented 2.9% of all 

employees at this level. 

 

Foreign females accounted for 0.3% and foreign males accounted for 2.6%. 

 

At the Top Management level, Black representation is approximately a quarter of the 

Economically Active Population (EAP) which stands at 88.2%. White representation at 

this level on the other hand is about eight-and-a-half times their EAP which is 12.8%. 

The representation of women is less than half of their EAP which is 45.8%.  

 

White women representation at this level is nearly two-and-a-half times their EAP and 

White men are five times above their EAP. At approximately seven times away from their 

EAP, proportionally Africans are the least represented at this level. Foreign national 

representation at this level stands at 2.9% 

 

Percentage distribution of professionals and middle management by race and gender 

 

Blacks (i.e. Africans, Coloureds and Indians) represented 36.5% of all employees at the 

Professionally Qualified and Middle Management level. Black females represented 13.8% 

(i.e. African female 7.2%, Coloured female 3.4% and Indian female 3.2%). Black males 

represented 22.7% (i.e. African male 13%, Coloured male 4.6% and Indian male 5.1%).  

 

Whites represented 62.2% of all employees at this level. White females accounted for 

22.1% and White males accounted for 40.1%. Foreign nationals represented 1.4% of all 

employees at this level. 

 

Foreign females accounted for 0.4% and foreign males accounted for 1%.  



The representation of Blacks is approximately half their EAP at the Professionally 

Qualified and Middle Management level. White representation at this level stands at five 

times their EAP, with White men at six-and-half times and White women at four times. 

Women are about two-thirds of their EAP at this level.  

 

African representation at this level is about one quarter of their EAP. Foreign nationals 

account for about 1.4% of the representation at this level.  

 
Percentage distribution of unskilled employees by race and gender 

 

Black females represented 29.4% (i.e. African female 23.2%, Coloured female 5.8% and 

Indian female 0.4%). Black males represented 60.6% (i.e. African male 54.8%, 

Coloured male 5.3% and Indian male 0.5%). 

 

Whites represented 1.4% of all employees at this level. White females accounted for 

0.5% and White males accounted for 0.9%. Foreign nationals represented 8.6% of all 

employees at this level. 

 

Foreign females accounted for 0.1% and foreign males accounted for 8.5%. The 

representation of Africans is the highest at the unskilled occupational level. African 

representation at this level is slightly more than their EAP, while White representation is 

about one-nineth of their EAP at this level. 

 

Percentage dist ribution of non - permanent employees by race and gender  

 

Blacks (i.e. Africans, Coloureds and Indians) represented 87.2% of all employees at the 

Non- permanent level. Black females represented 46.1% (i.e. African female 38.3%, 

Coloured female 6.2% and Indian female 1.6%). Black male represented 41.1% (i.e. 

African male 34.1%, Coloured male 5.6% and Indian male 1.4%). 

 

Whites represented 12.5% of all employees at this level. White females accounted for 

6.7% and White males accounted for 5.8%. Foreign nationals represented 0.3% of all 

employees at this level. 

 
Foreign females accounted for 0.1% and foreign males accounted for 0.2%. 
 
 

TREND ANALYSIS  
 

This section highlights trends in reporting by employers for 2000, 2002, 2004 and 2006. 

Specific focus is placed on these four years because this is when both large and small 

employers reported. It focuses on changes in trends for the top three occupational 

levels, i.e. the top management, senior management and professionally qualified and 

middle management levels. As mentioned earlier in the reports only reports that have 

been fully and accurately completed have been included in the analysis. Now that the 

instrument contained in the Regulations that have been amended to, amongst others, 

gather more detailed data on people with disabilities, a trends analysis as outlined below 

will also be possible for people with disabilities in future reports. 

 

 

 

 

 

 

 

 
 



 
TABLE 14: Extent of reporting for 2000, 2002, 2004 and 2006  

 

Year Reports 

received  

Reports 

excluded  

Reports include d in 

analysis  

% change in the number of 

reports analysed  

2000 12980 4730 8250 N/A 

2002 6990 0 6990 -15.2% 

2004 9389 3835 5554 -20.5% 

2006 6876 2482 4394 -20.8% 

 

Table 14 shows a drop of 6 104 (47%) in the number of reports received from 

employers, from 12 980 in the year 2000 to 6 876 in the year 2006. Figures of 8 250, 6 

990, 5 554 and 4 394 for the years 2000, 2002, 2004 and 2006 respectively also 

demonstrate a decline in the number of reports analysed. A number of factors may 

attribute for these variations: mergers, closure/liquidations and consolidations, changes 

in designated status (reduction in the number of employees or turn-over). It is clear to 

the Commission that over and above these factors a number of employers have stopped 

submitting reports. 
 
 

Table 15: Comparative changes at the Top Management level from 2000 to 2006 

 

Top 

Management 

2000 

Top 

Management 

2002 

Top 

Management 

2004 

Top 

Management 

2006 

% Change 

2004- 06 

% Change 

2000- 06 

RACE 

 

¶ Blacks 

accounted 

for 12.7% 

¶ Whites= 

87.5% 

¶ African= 

6.2% 

¶ Coloureds= 

2.7% 

¶ Indians= 

3.8% 

RACE 

 

¶ Blacks 

accounted for 

18.4% 

¶ Whites= 

81.5% 

¶ Africans= 10% 

 

¶ Coloureds= 

3.4% 

¶ Indians= 5% 

RACE 

 

¶ Blacks 

accounted for 

21.1% 

¶ Whites= 

78.9% 

¶ Africans= 

11.8% 

¶ Coloureds= 

3.7% 

¶ Indians= 5.6% 

RACE 

 

¶ Blacks 

accounted for 

22.2% 

¶ Whites= 74.9% 

 

¶ Africans= 

11.3% 

¶ Coloureds= 

4.7% 

¶ Indians= 6.2% 

¶ Foreign 

nationals= 2.9% 

RACE 

 

¶ 1.1% 

 

 

¶ -4% 

 

¶ -0.5% 

 

¶ 1% 

¶ 0.6% 

 

¶ N/A  

RACE 

 

¶ 9.5% 

 

 

¶ 12.6% 

 

¶ 5.1% 

 

¶ 2% 

¶ 2.4% 

 

¶ N/A 

 

 

 

 



 

Top 

Management 

2000 

Top 

Management 

2002 

Top 

Management 

2004 

Top 

Management 

2006 

% Change 

2004- 06 

% Change 

2000- 06 

Gender  

 

¶ Fem= 12.4% 

¶ Males= 

87.6% 

¶ Black Fem= 

2.4% 

¶ Afr. Fem= 

1.2% 

¶ Col Fem= 

0.7% 

¶ Ind. Fem= 

0.5% 

¶ Wht. Fem= 

10.2% 

¶ Blk. Male= 

10.3% 

¶ Afr. Male= 

5% 

¶ Col Male= 

2% 

¶ Ind. Male= 

3.3% 

¶ White Male= 

77.3%  

Gender  

 

¶ Fem= 13.8% 

¶ Males= 86.2% 

 

¶ Black Fem= 

3.3% 

¶ Afr. Fem= 2% 

 

¶ Col Fem= 

0.7% 

¶ Ind. Fem= 

0.6% 

¶ Wht. Fem= 

10.4% 

¶ Blk. Male= 

15.1% 

¶ Afr. Male= 8% 

 

¶ Col Male= 

2.7% 

¶ Ind. Male= 

4.4% 

¶ White Male= 

71.1%   

  

Gender  

 

¶ Fem= 15.1% 

¶ Males= 

84.9% 

¶ Black Fem= 

4.4% 

¶ Afr. Fem= 

2.8% 

¶ Col Fem= 

0.8% 

¶ Ind. Fem= 

0.8% 

¶ Wht. Fem= 

10.7% 

¶ Blk. Male= 

16.7% 

¶ Afr. Male= 

9% 

¶ Col Male= 

2.9% 

¶ Ind. Male= 

4.8% 

¶ White Male= 

68.2% 

Gender  

 

¶ Fem= 21.6% 

¶ Males= 78.4% 

 

¶ Black Fem= 

6.6% 

¶ Afr. Fem= 

2.9% 

¶ Col Fem= 2% 

 

¶ Ind. Fem= 

1.7% 

¶ Wht. Fem= 

14.7% 

¶ Blk. Male= 

15.6% 

¶ Afr. Male= 

8.4% 

¶ Col Male= 

2.7% 

¶ Ind. Male= 

4.5% 

¶ White Male= 

60.2% 

¶ Foreign Fem= 

0.3% 

¶ Foreign Males= 

2.6% 

Gender  

 

¶ 6.5% 

¶ -6.5% 

 

¶ 2.2% 

 

¶ 0.1% 

 

¶ 1.2% 

 

¶ 0.9% 

¶ 4% 

 

¶ -1.1% 

 

¶ -0.6% 

 

¶ -0.2% 

 

¶ -0.3% 

¶ -8% 

 

¶ N/A 

 

¶ N/A 

 

Gender  

 

¶ 9.2% 

¶ -9.2% 

 

¶ 4.2% 

 

¶ 1.7% 

 

¶ 1.3% 

¶ 1.2% 

 

¶ 4.5% 

 

¶ 5.3% 

 

¶ 3.4% 

 

¶ 0.7% 

¶ 1.2% 

 

¶ -17.1% 

 

¶ N/A 

 

¶ N/A 

 

The percentage change presented in Table 15 suggests that Black representation in all 

Top Management positions increased by 1.1% from 21.1% in 2004 to 22.2% in 2006 

and increased by 9.5% from 12.7% in 2000 to 22.2% in 2006. Within the Black group, 

African representation decreased by 0.5% from 11.8% in 2004 to 11.3% in 2006 and 

increased by 5.1% from 6.2% in 2000 to 11.3% in 2006; Coloured representation 

increased by 1% from 3.7% in 2004 to 4.7% in 2006 and increased by 2% from 2.7% in  

2000 to 4.7% in 2006; and Indian representation increased by 0.6% from 5.6% in 2004 

to 6.2% in 2006 and increased by 2.4% from 3.8% 2000 to 6.2% in 2006. The 



representation of Whites at this level decreased by 4.0% from 78.9% in 2004 to 74.9% 

in 2006 and by 12.6% from 87.5% in 2000 to 74.9% in 2006. There was no percentage 

change in the representation for foreign nationals because the regulations provided for 

their reporting for the first time in 2006. 

 

The percentage change for females at the top management level increased by 6.5% 

from 15.1% in 2004 to 21.6% in 2006 and increased by 9.2% from 12.4% in 2000 to 

21.6% in 2006. Black female representation increased by 5.2% from 4.4% in 2004 to 

9.6% in 2006 and by 7.2% from 2.4% in 2000 to 9.6% in 2006. African female 

representation increased by 0.1% from 2.8% in 2004 to 2.9% in 2006 and by 1.7% 

from 1.2% in 2000 to 2.9% in 2006; Coloured female representation increased by 1.2% 

from 0.8% in 2004 to 2% in 2006 and by 1.3% from 0.7% in 2000 to 2% in 2006; 

Indian female representation increased by 0.9% from 0.8% in 2004 to 1.7% in 2006 and 

by 1.2% from 0.5% in 2000 to 1.7% in 2006. White female representation increased by 

4.0% from 10.7% in 2004 to 14.7% in 2006 and by 4.5 % from 10.2% in 2000 to 

14.7% in 2006. 

 

The percentage change for males at the top management level decreased by 6.5% from 

84.9% in 2004 to 78.4% in 2006 and decreased by 9.2% from 87.6% in 2000 to 78.4% 

in 2006. Black male representation decreased by 1.1% from 16.7% in 2004 to 15.6% in 

2006 and increased by 5.3% from 10.3% in 2000 to 15.6% in 2006. Within the Black 

group, African male representation decreased by 0.6% from 9.0% in 2004 to 8.4% in 

2006 and by 3.4% from 5.0% in 2000 to 8.4% in 2006; Coloured male representation 

decreased by 0.2% from 2.9% in 2004 to 2.7% in 2006 and increased by 0.7% from 

2.0% in 2000 to 2.7% in 2006; Indian male representation decreased by 0.3% from 

4.8% in 2004 to 4.5% in 2006 and increased by 1.2% from 3.3% in 2000 to 4.5% in 

2006. White male representation decreased by 8.0% from 68.2% in 2004 to 60.2% in 

2006 and by 17.1% from 77.3% in 2000 to 60.2% in 2006. 

 

No percentage change is reflected for foreign nationals because the Regulations provided 

for their reporting for the first time in 2006. 

 

Table 16: Com parative  changes at Senior Management level from 2002  to 2006  

 
Senior 

Management 

2000 

Senior 

Management 

2002 

Senior 

Management 

2004 

Senior 

Management 

2006 

% Change 

2004- 06 

Total % 

Change 

2000- 06 

RACE 

 

¶ Blacks=  

18.5% 

¶ Whites= 

81.6% 

¶ African= 

8.7% 

¶ Coloureds= 

4.9% 

¶ Indians= 

4.9% 

RACE 

 

¶ Blacks= 

22.2% 

¶ Whites= 

77.9% 

¶ Africans= 

10.8% 

¶ Coloureds= 

5.1% 

¶ Indians= 6.3% 

RACE 

 

¶ Blacks= 

25.7% 

¶ Whites= 

74.4% 

¶ Africans= 

13.1% 

¶ Coloureds= 

5.4% 

¶ Indians= 7.2% 

RACE 

 

¶ Blacks= 26.9% 

 

¶ Whites= 70.9% 

 

¶ Africans= 

13.4% 

¶ Coloureds= 

5.8% 

¶ Indians= 7.7% 

¶ Foreign 

nationals= 2% 

RACE 

 

¶ 1.2% 

 

¶ -3.5% 

 

¶ 0.3% 

 

¶ 0.4% 

¶ 0.5% 

 

¶ N/A  

RACE 

 

¶ 8.4% 

 

¶ -10.7% 

 

¶ 4.7% 

 

¶ 0.9.% 

¶ 2.8% 

 

¶ N/A 



 
Senior  

Management 

2000 

Senior  

Management 

2002 

Senior  

Management 

2004 

Senior  

Management 

2006 

% Change 

2004- 06 

Total % 

Change 

2000- 06 

Gender  

 

¶ Fem= 21% 

¶ Males= 

79.1% 

¶ Black Fem= 

4.3% 

¶ Afr. Fem= 

2% 

¶ Col Fem= 

1.4% 

¶ Ind. Fem= 

0.9% 

¶ Wht. Fem= 

16.7% 

¶ Blk. Male= 

14.2% 

¶ Afr. Male= 

6.7% 

¶ Col Male= 

3.5% 

¶ Ind. Male= 

4% 

¶ White Male= 

64.9%  

Gender  

 

¶ Fem= 21.6% 

¶ Males= 78.5% 

 

¶ Black Fem= 

5.3% 

¶ Afr. Fem= 

2.6% 

¶ Col Fem= 

1.4% 

¶ Ind. Fem= 

1.3% 

¶ Wht. Fem= 

16.3% 

¶ Blk. Male= 

16.9% 

¶ Afr. Male= 

8.2% 

¶ Col Male= 

3.7% 

¶ Ind. Male= 5% 

 

¶ White Male= 

61.6%   

  

Gender  

 

¶ Fem= 23.7% 

¶ Males= 

76.4% 

¶ Black Fem= 

6.6% 

¶ Afr. Fem= 

3.5% 

¶ Col Fem= 

1.6% 

¶ Ind. Fem= 

1.5% 

¶ Wht. Fem= 

17.1% 

¶ Blk. Male= 

19.1% 

¶ Afr. Male= 

9.6% 

¶ Col Male= 

3.8% 

¶ Ind. Male= 

5.7% 

¶ White Male= 

57.3% 

Gender  

 

¶ Fem= 27.4% 

¶ Males= 72.4% 

 

¶ Black Fem= 

8% 

¶ Afr. Fem= 

3.6% 

¶ Col Fem= 

2.1% 

¶ Ind. Fem= 

2.3% 

¶ Wht. Fem= 

19% 

¶ Blk. Male= 

18.9% 

¶ Afr. Male= 

9.8% 

¶ Col Male= 

3.7% 

¶ Ind. Male= 

5.4% 

¶ White Male= 

51.9% 

¶ Foreign Fem= 

0.4% 

¶ Foreign Males= 

1.6% 

Gender  

 

¶ 3.7% 

¶ -4% 

 

¶ 1.4% 

 

¶ 0.1% 

 

¶ 0.5% 

 

¶ 0.8% 

 

¶ 1.9% 

 

¶ -0.2% 

 

¶ 0.2% 

 

¶ -0.1% 

¶ -0.3% 

 

¶ -5.4% 

 

¶ N/A 

 

¶ N/A 

 

Gender  

 

¶ 6.4% 

¶ -6.7% 

 

¶ 3.7% 

 

¶ 1.6% 

 

¶ 0.7% 

 

¶ 1.4% 

 

¶ 2.3% 

 

¶ 4.7% 

¶ 3.1% 

 

¶ 0.2% 

¶ -1% 

 

¶ -13% 

 

¶ N/A 

 

¶ N/A 

 

The percentage change presented in Table 16 suggests that Black representation in all 

Senior Management positions increased by 1.2% from 25.7% in 2004 to 26.9% in 2006 

and increased by 8.4% from 18.5% in 2000 to 26.9% in 2006. Within the Black group, 

African representation increased by 0.3% from 13.1% in 2004 to 13.4% in 2006 and 

increased by 4.7% from 8.7% in 2000 to 13.4% in 2006; Coloured representation 

increased by 0.4% from 5.4% in 2004 to 5.8% in 2006 and increased by 0.9% from 

4.9% in 2000 to 5.8% in 2006; and Indian representation increased by 0.5% from 7.2% 

in 2004 to 7.7% in 2006 and increased by 2.8% from 4.9% in 2000 to 7.7% in 2006. 



The representation of Whites at this level decreased by 3.5% from 74.4% in 2004 to 

70.9% in 2006 and decreased by 10.7% from 81.6% in 2000 to 70.9% in 2006. There 

was no percentage change in the representation for foreign nationals because the 

Regulations provided for their reporting for the first time in 2006. 

 

The percentage change for females at the senior management level increased by 3.7% 

from 23.7% in 2004 to 27.4% in 2006 and increased by 6.4% from 21.0% in 2000 to 

27.4% in 2006. Black female representation increased by 1.4% from 6.6% in 2004 to 

8.0% in 2006 and by 3.7% from 4.3% in 2000 to 8.0% in 2006. Within the Black group, 

African female representation increased by 0.1% from 3.5% in 2004 to 3.6% in 2006 

and by 1.6% from 2.0% in 2000 to 3.6% in 2006; Coloured female representation 

increased by 0.5% from 1.6% in 2004 to 2.1% in 2006 and by 0.7% from 1.4% in 2000 

to 2.1% in 2006; Indian female representation increased by 0.8% from 1.5% in 2004 to 

2.3% in 2006 and by 1.4% from 0.9% in 2000 to 2.3% in 2006. White female 

representation increased by 1.9% from 17.1% in 2004 to 19.0% in 2006 and by 2.3% 

from 16.7% in 2000 to 19.0% in 2006. 

 

The percentage change for males at the senior management level decreased by 4.0% 

from 76.4% in 2004 to 72.4% in 2006 and decreased by 6.7% from 79.1% in 2000 to 

72.4% in 2006. Black male representation decreased by 0.2% from 19.1% in 2004 to 

18.9% in 2006 and increased by 4.7% from 14.2% in 2000 to 18.9% in 2006. Within 

the Black group, African male representation increased by 0.2 % from 9.6% in 2004 to 

9.8% in 2006 and by 3.1% from 6.7% in 2000 to 9.8% in 2006; Coloured male 

representation decreased by 01% from 3.8% in 2004 to 3.7% in 2006 and increased by 

0.2% from 3.5% in 2000 to 3.7% in 2006; Indian male representation decreased by 

0.3% from 5.7% in 2004 to 5.4% in 2006 and by 1% from 4.0% in 2000 to 5.4% in 

2006. White male representation decreased by 5.4% from 57.3% in 2004 to 51.9 % in 

2006 and by 13.0% from 64.9% in 2000 to 51.9% in 2006. 

 

No percentage change is reflected for foreign nationals because the Regulations provided 

for their reporting for the first time in 2006. 

 
Table 17: Comparative changes at the professionally qualified level from 2000 to 2006 

 

Prof Qualified 

Management 

2000 

Prof Qualified 

Management 

2002 

Prof Qualified 

Management 

2004 

Prof Qualified 

Management 

2006 

% Change 

2004- 06 

Total % 

Change 

2000- 06 

RACE 

 

¶ Blacks=  

44.1% 

¶ Whites= 

56.1% 

¶ African= 

32.8% 

¶ Coloureds= 

5.5% 

¶ Indians= 

5.8% 

RACE 

 

¶ Blacks= 

31.4% 

¶ Whites= 

68.5% 

¶ Africans= 

16.2% 

¶ Coloureds= 

8.2% 

¶ Indians= 7% 

RACE 

 

¶ Blacks= 

51.2% 

¶ Whites= 

48.9% 

¶ Africans= 

38.8% 

¶ Coloureds= 

6.5% 

¶ Indians= 5.9% 

RACE 

 

¶ Blacks= 36.5% 

 

¶ Whites= 62.2% 

 

¶ Africans= 

20.2% 

¶ Coloureds= 8% 

 

¶ Indians= 8.3% 

¶ Foreign 

nationals= 1.4% 

RACE 

 

¶ -14.7% 

 

¶ 13.3% 

 

¶ -18.6% 

 

¶ 1.5% 

¶ 2.4% 

 

¶ N/A  

RACE 

 

¶ -7.6% 

 

¶ 6.1% 

 

¶ -12.6% 

 

¶ 2.5% 

¶ 2.5% 

 

¶ N/A 



 
Prof Qualified 

Management 

2000 

Prof Qualified 

Management 

2002 

Prof Qualified 

Management 

2004 

Prof Qualified 

Management 

2006 

% Change 

2004- 06 

Total % 

Change 

2000- 06 

Gender  

 

¶ Fem= 43.2% 

¶ Males= 57% 

 

¶ Black Fem= 

24.9% 

¶ Afr. Fem= 

20.5% 

¶ Col Fem= 

2.2% 

¶ Ind. Fem= 

2.2% 

¶ Wht. Fem= 

18.3% 

¶ Blk. Male= 

19.2% 

¶ Afr. Male= 

12.3% 

¶ Col Male= 

3.3% 

¶ Ind. Male= 

3.6% 

¶ White Male= 

37.8%  

Gender  

 

¶ Fem= 30.9% 

¶ Males= 69% 

 

¶ Black Fem= 

9.8% 

¶ Afr. Fem= 

4.9% 

¶ Col Fem= 

2.8% 

¶ Ind. Fem= 

2.1% 

¶ Wht. Fem= 

21.1% 

¶ Blk. Male= 

21.6% 

¶ Afr. Male= 

11.3% 

¶ Col Male= 

5.4% 

¶ Ind. Male= 

4.9% 

¶ White Male= 

47.4%   

  

Gender  

 

¶ Fem= 38.4% 

¶ Males= 

61.7% 

¶ Black Fem= 

22.2% 

¶ Afr. Fem= 

18% 

¶ Col Fem= 

12.3% 

¶ Ind. Fem= 

1.9% 

¶ Wht. Fem= 

16.2% 

¶ Blk. Male= 

29% 

¶ Afr. Male= 

20.8% 

¶ Col Male= 

4.2% 

¶ Ind. Male= 

4% 

¶ White Male= 

32.7% 

Gender  

 

¶ Fem= 36.3% 

¶ Males= 63.8% 

 

¶ Black Fem= 

13.8% 

¶ Afr. Fem= 

7.2% 

¶ Col Fem= 

3.4% 

¶ Ind. Fem= 

3.2% 

¶ Wht. Fem= 

22.1% 

¶ Blk. Male= 

22.7% 

¶ Afr. Male= 

13% 

¶ Col Male= 

4.6% 

¶ Ind. Male= 

5.1% 

¶ White Male= 

40.1% 

¶ Foreign Fem= 

1% 

¶ Foreign Males= 

0.4% 

Gender  

 

¶ -2.1% 

¶ 2.1% 

 

¶ -8.4% 

 

¶ -10.8% 

 

¶ 1.1% 

 

¶ 1.3% 

 

¶ 5.9% 

 

¶ -6.3% 

 

¶ -7.8% 

 

¶ 0.4% 

¶ 1.1% 

 

¶ 7.4% 

 

¶ N/A 

 

¶ N/A 

 

Gender  

 

¶ -6.9% 

¶ 6.8% 

 

¶ -11.1% 

 

¶ -13.3% 

 

¶ 1.2% 

 

¶ 1% 

 

¶ 3.8% 

 

¶ 3.5% 

¶ 0.7% 

 

¶ 1.3% 

¶ 1.5% 

 

¶ 2.3% 

 

¶ N/A 

 

¶ N/A 

 

The percentage change presented in Table 17 suggests that Black representation in all 

professionally qualified Management positions decreased by 14.7% from 51.2% in 2004 

to 36.5% in 2006 and decreased by 7.6% from 44.1% in 2000 to 36.5% in 2006. Within 

the Black group, African representation decreased by 18.6% from 38.8% in 2004 to 

20.2% in 2006 and decreased by 12.6% from 32.8% in 2000 to 20.2% in 2006; 

Coloured representation increased by 1.5% from 6.5% in 2004 to 8.0% in 2006 and 

increased by 2.5% from 5.5% in 2000 to 8.0% in 2006; and Indian representation 

increased by 2.4% from 5.9% in 2004 to 8.3% in 2006 and increased by 2.5% from 



5.8% in 2000 to 8.3% in 2006. The representation of Whites at this level increased by 

13.3% from 48.9% in 2004 to 62.2% in 2006 and increased by 6.1% from 56.1 in 2000 

to 62.2% in 2006. 

 

The percentage change for females at the professionally qualified management level 

decreased by 2.1% from 38.4% in 2004 to 36.3% in 2006 and decreased by 6.9% from 

43.2% in 2000 to 36.3% in 2006. Black female representation decreased by 8.4% from 

22.2% in 2004 to 13.8% in 2006 and by 11.1% from 24.9% in 2000 to 13.8% in 2006. 

Within the Black group, African female representation decreased by 10.8% from 18.0% 

in 2004 to 7.2% in 2006 and by 13.3% from 20.5% in 2000 to 7.2% in 2006; Coloured 

female representation increased by 1.1% from % 2.3 in 2004 to 3.4% in 2006 and by 

1.2% from 2.2% in 2000 to 3.4% in 2006; Indian female representation increased by 

1.3% from 1.9% in 2004 to 3.2% in 2006 and by 1.0% from 2.2% in 2000 to 3.2% in 

2006. White female representation increased by 5.9% from 16.2% in 2004 to 22.1% in 

2006 and by 3.8% from 18.3% in 2000 to 22.1% in 2006. 

 

The percentage change for males at the professionally qualified management level 

increased by 2.1% from 61.7% in 2004 to 63.8% in 2006 and increased by 6.8% from 

57.0% in 2000 to 63.8% in 2006. Black male representation decreased by 6.3% from 

29.0% in 2004 to 22.7% in 2006 and increased by 3.5% from 19.2% in 2000 to 22.7% 

in 2006. Within the Black group, African male representation decreased by 7.8% from 

20.8% in 2004 to 13.0% in 2006 and by 0.7% from 12.3% in 2000 to 13.0% in 2006; 

Coloured male representation increased by 0.4% from 4.2% in 2004 to 4.6% in 2006 

and by 1.3% from 3.3% in 2000 to 4.6% in 2006; Indian male representation increased 

by 1.1% from 4.0% in 2004 to 5.1% in 2006 and by 1.5% from 3.6% in 2000 to 5.1% 

in 2006. White male representation increased by 7.4% from 32.7% in 2004 to 40.1% in 

2006 and by 2.3% from 37.8% in 2000 to 40.1% in 2006. No percentage change is 

reflected for foreign nationals because the regulations provided for their reporting for the 

first time in 2006. 

 

No percentage change is reflected for foreign nationals because the Regulations provided 

for their reporting for the first time in 2006.      
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